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ABSTRACT

An investigation was made into the subject of sexual
harassment, its effect upon Navy personnel and its potential
impact upon mission accomplishment.

The study includes: a general historical review; a
general discussion of the subject; a discussion of Navy
policy to date; a summary of the findings of a survey and
interviews of approximately 100 Navy women conducted by the
author; and, future projections. The author concludes that

sexual harassment is a significant problem in the Navy which

could potentially impact upon mission effectiveness.
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I. INTRODUCTION

The subject of sexual harassment in the military has

recently received a great deal of attention. A series of

newspaper articles in the Baltimore Sun, in late 1979, !
concerning the complaints of women at Fort Meade coincided ‘
with Congressional inquiries into the matter. Admiral Fran
McKee, as well as the senior women in the other services
were asked in February 1980 to testify before a subcommittee
of the House Armed Services Committee concerning the sexual

harassment issue.

Prior to 1979, and the Congressional inquiries, the issue
of sexual harassment didn't get much attention at all. 1In
fact most people probably couldn't even describe what sexual
harassment is. So why is there concern now?

In this paper the author discusses: what sexual harassment
is, where it has come from, why it is an issue today and most
importantly whether it is a problem which could cripple the
Navy's effectiveness. The author conducted a survey, and
interviews, of Navy personnel in an attempt to quantify the
magnitude of the problem. The research findings are included
in this paper. Finally the author looks at the future and

explores some possible solutions to this problem.
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ITI. DEFINITION OF SEXUAL HARASSMENT

What is sexual harassment? It is a form of sexism?

Stories about the infamous "casting couches" of Hollywood
abound. The scene goes something like this: after the
audition the innocent, young starlet is taken aside by the
producer. He announces in low tones, "Baby, I think you may
have what it takes for this part, why don't you come by my
place about ten and we'll see how well you can perform."

Men's magazines are replete with "secretary jokes" but
they all have the same theme. The scene goes something like
this: Miss Secretary, portrayed in the comic strips as wide
eyed and busty, with legs four times as long as the rest of
her body, is called into the boss's office to take dictation.
In the next frame we see Mr Boss, pants around his knees,
chasing Miss Secretary around his desk.

Waitresses get pinched on the derriere and construction
workers hoot at female passers by routinely. A standard plot
in o0ld films and melodramas concerns the young widow, or
dutiful daughter who is coerced into having "relations" with
the villain so that he will not foreclose the mortgage.

Some of us chuckle at such scenes. All of us know that
such scenes have a basis in fact. Many regard such incidents

as part of their normal, daily existance. Are they examples

of sexual harassment?
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A senior female Army officer with a respected position at
Fort Meade, recently said, "I have been in the Army for over
15 years and I can't tell you how many men I have had to fight
off who were in a position to ruin my career." The following
two pages contain the Secretary of the Navy's instruction
concerning Department of the Navy policy on sexual harassment.

The Army and Air Force have recently released similar
policy statements on sexual harassment. The Department of
Defense (DOD) has not yet outlined its policy but is expected
to do so, soon.

The definitions of sexual harassment differ slightly but
they all are similar in that they describe behavior which is
personally demeaning, personally coercive, or both in a
sexual sense. Sexual harassment is an attempt by one person,
or group of people of similar gender to put down, or keep
down ancother person or group of a different gender. 1In
summary sexual harassment is usually either an act of

hostility or a power play. The hostile and demeaning aspects

of sexual harassment will be discussed in the next chapter.
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DEPARTMENT OF THE NAVY
OFFICE OF THE SECRETARY
WASHINGTON. D. €. 20350

Op-14/0p-15

SECNAV INSTRUCTION 5300..24 95 AUG 1980

From: Secretary of the Navy
To: A1l Ships and Stations

Subj: ODepartment of the Navy policy on sexual harassment

Ref: (a) OPM memo of 12 Dec 1979 to Heads of Departments
(b) ASD(MRA&L) memo of 31 Dec 1979
(c) EEOC interim amendment to guidelines on discrimination
because of sex, 45 F.R. 25024-25025 (1980) (to be codified
in 29 C.F.R. Part 1604)

Enci: (1) Department of the Navy Policy Statement on Sexual Harassment

1. Purpose. To issue the Department of the Navy policy on sexual
harassment.

2. Discussion. References (a) through (c) highlight new areas of re-
sponsibility for Federal agencies in ensuring a work environment free
from sexual harassment. Proscriptions on such behavior by military

and civilian personnel are drawn from principles regarding equal op-
portunity and the guidelines on sex discrimination promulgated pursuant
to Title VII of the Civil Rights Act of 1964, as amended.

3. Policy. The departmental policy on sexual harassment is outlined
in enclosure (1).

4. Action. Chief of Naval Operations and Commandant of the Marine
Corps will ensure wide distribution of enclosure (1) to military and
civilian personnel under their cognizance. In addition, this policy is
to be supplemented with appropriate training and guidance to employees
and supervisors, military and civilian, on positive actions to create,
with professionalism, mission accomplishment and individual efficiency,
a workplace free from sexual harassment. Legal remedies and other
corrective action for not complying with organizational policies in the
area of sexual harassment are also to be communicated to all military

and civilian personnel.
m——"

Distribution:

SNDL Parts 1 and 2 ¢ward Hidalgo
10 ‘

MARCORPS List H and I
TAB A

SECNAVINST 5300. 24




DEPARTMENT OF THE NAVY

WASHINGTON. D. C. 203%0

DEPARTMENT OF THE NAVY POLICY STATEMENT ON SEXUAL HARASSMENT

All military and civilian personnel in the Department of the Navy have
a responsibility for maintaining high standards of honesty, integrity,
impartiality, and conduct to assure proper performance of business and
maintenance of public trust. Sexual harassment violates those standards,
especially with regard to principles of equal opportunity, and specific
acts of such misconduct may be the subject of disciplinary action.

Sexual harassment is defined as: (1) influencing, offering to influ-
ence, or threatening the career, pay, or job of another person in exchange
for sexual favors; or (2) deliberate or repeated offensive camments,

gestures, or physical contact of a sexual nature in a work or work-related
envirorment.

Specifically, any supervisor who uses implicit or explicit sexual
behavior to control, influence, or affect the career, pay, or job of an
employee is-engaging in sexual harassment. Similarly, any military member
or civilian employee who makes deliberate or repeated offensive verbal
caments, gestures, or physical contact of a sexual nature in the work
enviromment is also engaging in sexual harassment.

Individuals who are sexually harassed by supervisors, co-workers, or
peers should make it clear that such behavior is offensive and report
harassment to the appropriate supervisory level. The appropriate supervi-
sor will examine the matter and take actions necessary to ensure a work
enviromment free from sexual harassment. Sexual harassment is unacceptable
conduct: it undermines the integrity of the employment relationship,
debilitates morale, and interferes with the work productivity of an organ-
ization.

Finally, any military member or civilian employee of the Department of
the Navy who engages in sexual harassment while conducting agency business
with military or civilian personnel of the department, with employees of
other Federal agencies, with persons employed in the private sector, or
with other members of the public is violating standards of conduct and will
be subject, as appropriate, to disciplinary action.

The chain of camand shall be fully utilized. Further, it is the
responsibility of every supervisor and manager — military and civilian —
to ensure that any instance of sexual harassment is dealt with swiftly,
fairly, and effectively. Complaints of sexual harassment may be filed
through Equal Opportunity, Equal Employment Opportunity, or Request Mast
procedures, or brought to the attention of the Inspector General. Sub-
stantiated camplaints will result in appropriate action.

I know that all members of the Department of the Navy team fully
suppart a continuing commitment to exhibiting the highest professional
behavior and courtesy as we accamplish our mission.

11
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III. ROOTS OF SEXUAL HARASSMENT

A, SEXUAL HARASSMENT AS A POWER PLAY
As a "power play" sexual harassment is akin to rape.
Studies show that rape is not a sexual act, but is rather an

act of hostility or aggression. In a rape situation the

victim is overpowered with brute strength, or a weapon, and

is threatened with loss of life. In the case of sexual

S e

harassment the victim is overpowered economically and is
threatened with loss or position or livelihood.

Usually the harasser is someone who has power over the
victim in an employment sense; i.e. someone who has the power
to hire, fire, promote, demote, or transfer. As a result,
the victim is usually in no position to refuse, and surrender
becomes the price of survival.

Since women as a group represent the lowest strata of
the work force, the group with the least amount of economic
power, they are most often the victims of sexual harassment.

To adequately understand this issue it is helpful to look
at some demographic data.

In 1976 women employed in full time year round jobs only
earned 60 percent of what men earned. Education doesn't ]

appear to elevate the status of women workers much, in 1974

women with four years of college had lower salaries than men

who had completed the eighth grade. Black-women suffer the

12




disadvantages of both race and sex. They make even less than
white women. But white women make on the average less than
black men. [18;13]

Ninety percent of the work force in this country is female
yet two out of three poor persons are female. Contrary to
the argument that a woman's place is in the home and women
have no business working; it is intersting to note that most
women are working because they need the money. Twenty three
percent of working women are single, 19 percent are widowed
or separated, and 29 percent have husbands who are unemployed
or earn less than $3,000 a year. One out of seven families
are headed by women and about one third of all families headed
by women are poor, more than five times the rate for male

headed households. [18;15]

B. SEXUAL HARASSMENT AS ECONOMIC COERCION

Recent studies show that the people most often victimized
by sexual harassment are low wage women who have few job
skills. Black women and divorced women with small children
appear to be especially vulnerable. [28;120]

The low wage status of women is exacerbated by the
tendency of women to be funneled into "women's jobs", those
jobs which are sex sterotyped and sex segregated; or those
jobs for which a sex precedence has been set.

Historically women have been required to exchange sexual

services for material survival in one form or another. The

13




two oldest professions open to a woman are: house-wifery and
prostitution. Today over 75 percent of working women are

employed in "women's jobs." Often times these are jobs in

which women are essentially servants to men: i.e. secretaries,
receptionists, research assistants, waitresses and nurses.
Often times women in these jobs perform traditionally wifely
duties such as tidying up. A 1960 study by National Office
Management Association showed that 30 percent of the firms
surveyed openly admitted to giving serious consideration to
sex appeal when hiring clerical help. Many secretarial

schools advise their students to dress for the boss.

Most women's jobs are service oriented, customer related
or involve children and keeping things clean. Furthermore,

it has been commonly believed over the years that women are

good at "detail work." The "detail work" that women are
supposedly so well suited for could more accurately be

described as "tedious work." Most women's jobs are dull,

repetitive, dead end, low interest and have little potential i

for self direction.

P’ The tendency for women to be funneled into such jobs
probably started with the Industrial Revolution. As the
industrialization movement mushroomed there was a need for

a much larger work force. There simply were not enough middle

and lower class males to work in the new and expanding factory
network. As a result lower class women and children were

drawn into the work force.




Until as recently as the early part of this century it was
rare for middle, or upper, class women to work outside of the
home. Housewifery and motherhood were considered a woman's
primary duties. A woman only worked if:(l) she had to to
survive; (2) her man could not adequately support the family;
or (3) she didn't have a man. The lower class working woman
faced double duty; when she came home from work she was faced
with another full day of household chores. Many such women
dreamed of escaping the dawn to dusk drudgery of the sweat

shops; certainly the back breaking chores of a housewife were

[ U VU S USROSV R

enough. Work, outside of the home, was seen as the yoke of
the lower class woman. She was pitied and disdained by both
men and women.

Other women viewed work as a temporary necessity. Single
women who needed to support themselves planned to work until
they found a husband who could support them.

In contrast, today the majority of middle class women are
finding it necessary to work outside of the home. It has
become increasingly difficult for the average American family
to subsist on the income of one male head of household. And

some women are choosing to pursue careers outside of the home for

reasons other than physical survival. Many women desire to
fulfill themselves by using their natural talents for the i

betterment of society and for their own mental and emotional

well being.




Regardless of the reasons why women are choosing to work,

it is reasonable to assume that most women do not view work

as an unpleasant interlude between male supporters. Most
women today are looking forward to a life time of work outside
of the home.

Still most women continue to be funneled into "women's
jobs." And the attitude that a working woman is surreptiously
looking for a man to provide for her persists. An executive
of a large midwest corporation recently told the author,
referring to the company's typists and key punch operators,
"These girls aren't serious about what they are doing. As
soon as they find a husband they will be pregnant and gone."

The owner of an advertising agency told the author he
would not consider hiring a male receptionist because he
argued, "A man would only last in that job for a month or
two. He would only want it as a stepping stone. He would
want to be moving onto bigger and better things. He simply
wouldn't be satisfied, so in two months I would be hiring
again.,"

Ironically, women in non-~traditional fields are also
often thought to be looking for a husband. Many women in
the military have heard their male counterparts declare that
a woman in the military either is looking for a husband or
is gay.

Sex stereo-typed jobs are prevalent in 1980. A personnel

manager for a medium sized firm recently admitted to evaluating

16




the sex appeal of the women who applied for the firm's clerical

positions. The personnel manager rationalized his selection
criteria by saying that most of the firm's clients were
businessmen who would rather see a pretty female at the front
desk and would rather hear a pleasant female voice on the
phone. He even said that women "just looked better" as
receptionists.

The airlines have done client surveys which show that
sexy female stewardesses are preferred to their male counterparts.
Financially powerful men run the airlines and are the major
clients of airlines; such men have the financial clout to
enforce their desires.

Women continue to be viewed, no matter what they do, in
terms of their sexuality. Sexual harassment is seen as normal
and acceptable to men and is taboo for women to confront,
even to themselves. Many women see sexual harassment as part
of their normal lot in life. Those women who are aware of
their victimization are often afraid to complain because they
fear retaliation and social repercussion. Since sexual harass-
ment most often occurs in private, a complaint may result in
a "your word against his" showdown in which the person with
the most power or clout, usually the man, will win. Many
companies will harbor the harasser at the expense of the
victim to protect the company's name. Therefore many women

choose to "put up and shut up."
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Most women who are victims of sexaual harassment do not
know to whom to turn to or what to do. Traditionally the
segments of industry in which women are employed are not
formally organized, so that a woman cannot turn to her union
representative for assistance. Only one out of every eight

women belong to a union. Often times male workers oppose

allowing women into their unions because they argue that:
(1) women members will result in lower wages for everyone;
(2) women belong at home; (3) women will take jobs away from
men; and (4) women have no business competing with men. [11;53]
Men have a hard time understanding or empathizing with
women who complain about sexual harassment because male and
female attitudes toward sexuality are so entirely different.
The average American male has never personally experienced
anything similar to sexual harassment. Therefore, often times
a male supervisor confronted with a sexual harassment complaint
will write it off as a trivial situation in which a touchy
woman could not take a joke. This lack of understanding also
leads to peer pressure among men not to take the side of the
harassed women. Often the man who does take the side of the
woman is ridiculed by his fellow male workers and viewed with
suspicion.

Many men in our society shrug off the problem by saying

that it happens to them too and that women use their sexuality

to get what they want. In fact, often times women do try




to use their sexuality to gain some advantage. Thirty percent
of the women in a Redbook survey said that they had used sex

at some time to gain some advantage. But when a women attempts
to trade sex for favors it is an attempt to strike a barga.n
rather than a hostile act or power play. In most cases, such
as the casting couch example described earlier, it is a case

in which the female is attempting to use the inevitable to her
advantage. It is usually a "no lose" situation for the man
involved; like the Hollywood director, he incurs no penalties
if he refuses the sexual overtures of an ambitious young woman.

Sally Quinn, a Washington Post Reporter, discussing the
problem of sexual harassment and sexual manipulation in
Washington, D.C., recently said, "Power in Washington is
everything, for many people the only way to get a piece of
that power is through compromise, for a woman that is often
sexual compromise."[11;205]

But there appears to be little credence to the adage that
many women have "slept their way to the top." The number of
women at the top and their excellent credentials suggests that
entry into the executive suite via the bedroom is rare. ([34;8]

The mere fact that such an adage has developed suggests
that both men and women view women in terms of sexuality and
have a hard time sgparating a woman's sexuality from her

professionalism.

19




If sexual harassment is an act of power born of hostility,

the problems of sexual harassment may actually be exacerbated
as more women enter the work force and compete with men at

all levels.




IV. SEXUAL HARASSMENT AS A PROBLEM WHICH
COULD EFFECT MISSION ACCOMPLISHMENT

An editorial in the March 31, 1980 Navy Times, entitled
"No Real Surprise," expressed the view that sexual harassment
is inevitable and that not much can be done about it...The
editorial said;

"Considering the biological behavior of the species, we do
not envision success for the anti-harassment campaign. That
is not to say that clearcut cases of sexual harassment such
as offering promotions, assignments or other favortism in
return for sexual favors can be tolerated. Aside from the
obvious kind of sexual harassment, however, it appears that
policymakers and regulations writers may have a difficult
time producing a definition of sexual harassment."

The editorial concluded with the following statement;
"Finally there is an element of naiveté in the controversy.
Is it a surprise that such incidents occur when thousands
of women are placed in what has been -- and continues to
be -- an overwhelmingly male bastion?"

The view expressed by the Navy Times is a common one. It
is the "Boys will be boys attitude." It is true that sexual
harassment has recently received a great deal of attention.
It has received attention not because it has suddenly become
a problem. Sexual harassment is a pandemic problem which has
existed for centuries. But it has recently been suggested
that sexual harassment could potentially adversely impact
upon productivity and effectiveness. And anything that

adversely impacts upon productivity and effectiveness is

elevated to the plateau of problems worth addressing.




A. DIFFERENCE BETWEEN MALE AND FEMALE ATTITUDES TOWARDS
SEXUAL HARASSMENT

To understand the roots and impact of the problem, it
is necessary to attempt to understand the similarities and
differences between male and female attitudes toward sexual
harassment.

Women have been told over the years that: sexual harassment
is not really serious; women should be good sports about it;
women should be able to take a joke or women should relax
and enjoy it.

But the truth is that most women don't enjoy being subjected
to unwanted sexual advances. Most women feel uncomfortable
in such situations and many women find unwanted sexual advances
humiliating and degrading. But women have keen cultured to
feel guilty when they become angry about sexual harassment.
Many women feel that there is something wrong with them
because "they are too sensitive" or "they cannot take a joke."
Therefore most women simply put up with the harassment. They
accept it as part of the normal routine. They almost never
talk to the supervisors about it and rarely even talk to
their friends about it.

In the rare instances when a woman does rebuke a man for
sexual harassment, the man will very often counter by ridiculing
her for her sensitivity and for being touchy. The dialogue
that follows the rebuke, will almost always make the woman
look foolish. Rather than look foolish, most women either

play along or ignore it.
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But men are not solely to blame. It is important to note

that men are victims of their culturalization also and many
men simply cannot understnad what all the fuss is about.

A stark example of this difference in culturalization was
encountered while designing a work shop on sexual harassment
for a group of male Naval Offficers. One of the objectives
of the work shop was to enable the group of men to understand
sexual harassment from the female point of view., It was found
that a simple role reversal would not work at all. Prior to
the workshop the participants, male lieutenants through
lieutenant commanders, made numerous joking comments such as
"I've been waiting all my life to be sexually harassed, I'd
love it."

The joking comments made by this group of intelligent,
concerned, middle managers were an honest, albeit flippant,
expression of their true feelings. The message which underlies
such flippant comments is that men have a difficult time
understanding sexual harassment from a female point of view.

In contrast, role reversal in a racial awareness workshop
can be used quite effectively; it is possible to evoke some
empathy in a group of white males by asking questions such
as: "How would you feel if you were not allowed to dine in
a good restaurant, or move into a particular neighborhood,
because of your skin color?" But if one is to ask a group
of average American males how they would feel if their female

co-workers were constantly making comments about their
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physiques, pinching them on the derriere or propositioning
them; the response is usually an outburst of snickers and
jokes. Men have a difficult time empathizing with women in
this area because male sexuality is so entirely different

from female sexuality.

Ordinarily, wémen find offensive sexual contact and
proposals which most men find trivial or stimulating. Coming
from a woman sexual comments serve to remind a man of his
sexuality, and to remind a man of his sexuality is to build

. his sense of potency. The reverse is not true of women.
Similarly, men seldom have to consider their sex appeal when
applying for a job. For them to consider such a thing is
probably a novelty and a fantasy.

Perhaps the most effective way to get a man to understand

the problem at all is to ask "How would you feel if this

: happened to your wife, daughter or mother?" Or, "How would
L you feel if your male supervisor made such advances toward:-
you?"

Since men most often initiate sex and are traditionally

more sexually aggressive than women it is not surprising that
a "boys will be boys" attitude has developed and is seen as
normal. We are all victims of role conditioning. Men have
been traditionally viewed as task oriented, rational,

analytical and aggressive. Women are cultured to be empathetic,

noncompetetive, nurturing and intuitive. Such behavior has




been positively reinforced in our society. Such conditioning
makes it difficult for a person of one sex to understand the
point of view of the other sex. ([11,17]

Since women are usually viewed in terms of their sexuality,

men working with women often have a difficult time getting used

to viewing women, especially attractive women, as professional

colleagues apart from their sexuality. A man working with an
attractive woman may view every encounter, from a simple smile
to a "Good Morning" as sexually charged.

The author recalls a group of Navy men discussing one of
their female co-workers, an attractive woman, in just such
terms. They were discussing the fact that whenever there was
an inspection she would wear a skirt and they rationalized

that that was why she always did so well at inspection. They

appeared to be completely oblivious to the fact that the

female dress blue uniform prescribes skirt and blouse. Their
female co-worker would have been out of uniform had she not

been wearing a skirt; yet her compliance with Navy regulations

i was seen as a sexual ploy.
The author recalls another situation in which one of her ;

male colleagues wanted to talk to her about a woman in his

division who he felt was disturbing good order and discipline

by her mere presence. In his words, "No one is supposed to

"

look so good in a Navy uniform; she must be wearing it wrong:

There was nothing wrong with the way she was wearing her
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uniform. She was simply an attractive woman and initially
the men wh